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ADOBE DAY @ THE KCI 
Saturday, January 15, 2011 
9am to 5pm   
































































Friday, April 29, 2011
BEST PRACTICES IN 
TEACHING & LEARNING
As part of the year-long professional development program, we are asking four 
departments to do a college-wide presentation on their best practices in Teaching & 
Learning which includes one classroom challenge, such as dealing with
disruptive behavior, disabilities, harassment or veterans. 
We encourage you to work together to develop a presentation for the All Divisions 
Meeting Day, Friday, April 29, 2011 to share your experience and insights on best 
practices in the classroom.













Professional and Organizational Development Network in Higher Education 
http://www.podnetwork.org/ 
National Institute for Staff and Organizational Development (NISOD) 
http://www.nisod.org/ 
Faculty Focus: Focused on Today’s Higher Education Professional 
http://www.facultyfocus.com/ 
The Council for Advancement of Standards in Higher Education 
https://www.cas.edu/index.html 
NASPA: Student Services Administrators in Higher Education 
http://www.naspa.org/ 







Arizona State University  
http://clte.asu.edu/ 




Honolulu Community College 
http://honolulu.hawaii.edu/intranet/committees/FacDevCom/ 
University of Kansas  
http://www.cte.ku.edu/index.shtml 
Long Beach City College 
http://www.lbcc.edu/pdp/ 
Orange Coast College 
http://www.orangecoastcollege.edu/about_occ/Staff+Development/About+Us.htm 
Oregon State University  
http://oregonstate.edu/main/faculty-staff/professional-development 
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Palomar Community College 
http://www.palomar.edu/pd/index.html 
Radford University Center For Innovative Teaching and Learning 
https://php.radford.edu/~citl/ 
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 Include all constituents in program planning. 
 Use data to support programs. 
 Offer both face-to-face and online training. 
 Utilize your won faculty as presenters. 
 Leverage colleagues to present workshops. 
 Find open education resources for your online resource library. 
 Always do evaluations. 
 Ask for help or advice from colleagues. 
 Use numerous marketing methods. 








 Let budget limitations stop you. 
 Limit programs to faculty, include staff and administrators. 
 Give up if workshops aren’t enrolling. 
 Reinvent the wheel! Model your program after other successful ones. 
 Let boring presenters do workshops! 
 Forget to negotiate with your faculty and staff unions/associations for flex days. 
 Specify what workshops are for whom: let employees chose what they want to attend. 
 Just have a program to meet accreditation requirements!   
 Limit resources to what the college can provide. Look for grants! 
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Strategies to Build and Maintain a Successful Academic Unit
By Mary Ellen O’Shaughnessey
Problems are inherent in anyorganization where you have peo-ple working together.
Personalities differ, agendas conflict,
generations struggle to understand one
another, resources are limited, and the
list goes on. While a leader may have
little control over these factors, there are
strategic measures that can provide a
firm foundation upon which an organi-
zation can build a culture that provides
members of the community with the
best possible chance to succeed.
1. Have and communicate a focused
vision.
A high-functioning organization has
a focused, purposeful, clearly articulated
vision statement. The vision statement
provides the framework for setting pri-
orities from which a larger strategic
plan can develop. It points the way to
the future; it outlines what is important
to the organization. Decisions about
allocation of resources, including time,
money, facilities, and human resources,
are guided by the vision statement. 
As the leader, it is your responsibility
to outline the priorities and future
direction of the unit. You are well posi-
tioned to understand all the factors that
impact what can and cannot be accom-
plished. Just as important as having the
vision is bringing people along so that
they understand the vision and commit
to it. A vision statement points mem-
bers of the community toward the
future and keeps the efforts forward-
focused.
2. Create a foundation of trust, hope,
and optimism.
While a focused vision puts us on the
road to the future, it is trust, hope, and
optimism that keep people involved. A
healthy organization provides an envi-
ronment built on trust. How does a
leader build trust? The most critical
ingredient is consistent follow-through
on commitments. People need to know
they can depend on you, thus your
actions must support your words. This
is what trust is all about. If you set out
a vision and then do nothing to realize
the vision, it is much like packing your
family in a car to visit Washington,
D.C., knowing the sites you want to
visit once you arrive and then sitting in
the driveway for five days. Not advanc-
ing on the articulated agenda and direc-
tion creates frustration, confusion, mis-
trust, and disappointment. Hope and
optimism provide the momentum that
keeps people looking forward instead of
backwards. Hope is one of the most
powerful emotional attributes in help-
ing people move toward what they want
to become.
3. Value people in word and deed.
A great leader values people, and peo-
ple in the organization know they are
valued. This is accomplished by observ-
ing, listening, reflecting, and learning.
One of the first tasks a newly appointed
leader should undertake is to meet with
each faculty and staff member individu-
ally or in small groups. While this may
take time, it is time well invested. These
meetings will provide an opportunity to
learn what people are passionate about,
what they need to do their jobs, and
what gets in their way. 
Some additional ways of connecting
with your faculty and staff include
lunch once a month with all the first-
year assistant professors; providing
thoughtful annual evaluations of faculty
and staff; reading and commenting
upon the most recent articles of faculty
members; commenting on a job well
done (especially if it includes public
recognition); making time in your
schedule to simply walk around; and
meeting with student groups on a regu-
lar basis. Universities invest substantial-
ly in attracting the best and brightest
faculty, staff, and students. People who
feel valued are more likely to be pro-
ductive, helpful, cooperative, and loyal.
4. Maintain appropriate boundaries.
A successful organization is one that
is guided by well-written, easily under-
standable policies and procedures, as
well as a firm understanding of how to
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By Denise Swett, EdD
Ongoing professional develop-ment for faculty, staff, andadministrators at colleges is
critical to the currency and quality of
higher education. Evolving technology,
modern degrees and emerging careers,
Millennial and Generation Z students,
multigenerational faculty, and new and
often challenging required skill sets are
demanding more time and energy from
college employees to stay productive
and up to date. If we are to maximize
resources and provide relevant teaching
and support services, we must be able to
embrace new and different strategies to
meet contemporary student needs for
success. 
Staff development programs provide
crucial opportunities for faculty to
advance innovative and creative teach-
ing and learning strategies, better
understand their students, and develop
collaborative plans to serve students
most effectively. Learning styles and
teaching delivery for our students have
brought opportunities for innovation
and challenges for retention and suc-
cess. Administrators and staff are equal-
ly committed to supporting student
success and maintaining currency in
best practices, both attainable through
continued opportunities in professional
development.
But, with the current state of college
budgets and the fragile economy, how
can professional development be a col-
lege priority and a justifiable program?
How do we promote faculty participa-
tion? How can we institutionalize pro-
fessional development? Why do we
need to?
It is up to the college to support pro-
fessional development by focusing on
the college mission, values, and vision
of the program purpose, and reflecting
the needs and goals of the college in the
planning and clear articulation of a
commitment to student success. The
program must be a fully conceptualized
plan, based on the college’s expressed
goals and with practical opportunities
for college-wide participation and
engagement, effectively resulting in
improved student outcomes. When this
is successfully built, funding can be
found most often through reallocation
of college resources, since effective pro-
fessional development can have a wide-
spread positive effect on students. Other
funding strategies can include using col-
lege experts as trainers, collaborating
with other colleges to share costs for
presentations, partnering with local
industry to utilize their experts, and
using grant funding.
There is no doubt that we are asking
more from our faculty in these difficult
fiscal times. So it is important to initi-
ate discussion within the college and
with institutional leadership, citing the
need to provide the tools and resources
for more effective teaching, improved
classroom skills, knowledgeable respons-
es to behavioral situations, and superior
course offerings. It is important to plan
well and develop a practical workshop
schedule and realistic expectations.
While adding support and incentives
for participation, the college communi-
ty can become more engaged in profes-
sional development opportunities. 
Other strategies can include building
training into college-wide projects,
grant proposals, and department meet-
ings; adding workshops online, allowing
employees to participate from any loca-
tion at any time; and developing a tools
and resources online library with rele-
vant articles and white papers. Even
with all these available opportunities,
the institution must set an expectation
that faculty, staff, and administrators are
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Promoting Research While Advancing Instruction, Part 3
Mission
By Jeffrey L. Buller, PhD
Reevaluate the idea of
the university
Perhaps the most fundamental reason
why teaching and research are viewed as
competing rather than interrelated activ-
ities—and a key cause of why it’s so dif-
ficult to reunite these processes in facul-
ty load assignments and evaluation sys-
tems—is that colleges and universities
themselves are structured as though
instruction and scholarship were utterly
distinct enterprises. Examine the mis-
sion statement of almost any institution
of higher education, and you’ll discover
that teaching and research are listed as
important but not necessarily related
functions of the organization. In other
words, relatively few mission statements
present learning as a goal achieved
through independent inquiry and
research; even fewer describe discovery,
integration, and application as results
actively sought through teaching. Once
again, the focus is on the activity rather
than the result, and that perspective
shapes everything that is familiar about
the modern university.
• Departments are organized around
disciplinary methods (activities) rather
than important questions being asked
or issues being explored (results).
• Individual courses are defined by “seat
time” and contact hours (activities)
rather than competencies gained and
knowledge developed (results).
• Degrees are granted largely by the
number of credits earned (activities)
rather than the amount of growth
achieved or improvement attained
(results).
That same emphasis on the processes
of teaching, research, and service rather
than the outcomes of learning, innova-
tion, and academic citizenship that we
saw fragmenting faculty roles in Part 1
of this series ultimately fragments the
university itself. In order to promote
research while enhancing instruction,
not even as separate yet complementary
activities but as a single, integrated
approach to fulfilling its mission, it’s
necessary to reevaluate the entire idea of
what a university is today, what value it
adds to society, and what purposes it is
trying to serve.
That reevaluation is unlikely to be
successful if institutions merely attempt
to adapt their long-standing emphasis
on teaching, research, and service to the
evolving needs of a new century. It’s
important at the university level, too, to
define its mission and to determine its
structure, not by all the effort that peo-
ple are putting in, but by all the benefits
that stakeholders are taking out. Young
institutions tend to define themselves on
the SAT and GRE scores of their
incoming students, the number of
Nobel laureates and Guggenheim fel-
lows they hire, and the international
reputations of the administrative team.
Truly world-class institutions tend to be
defined in terms of the placement rates
of their graduates, the number of Nobel
laureates and Guggenheim fellows they
produce, and the international contribu-
tions of the administrative team. See
Salmi (2009). Cutting-edge research can
seem to be a distraction from highly
effective teaching as long as the institu-
tion is structured in such a way that aca-
demic affairs are administered in one
unit, research in another. That distrac-
tion begins to disappear (and those
competing administrative units become
less necessary) once the institutional
focus is on innovation rather than on all
the different ways in which innovation
might possibly be achieved.
Don Chu has described the tendency
of faculty members to view departments
as “closed systems” where professors pro-
vide the labor and where students and
academic disciplines reap the results. See
Chu (2006) 3–6. More accurately, Chu
says, an academic department should be
regarded as an “open system” in which
both the stakeholders and beneficiaries
are numerous: faculty members, stu-
dents, alumni, parents of current stu-
dents, accrediting agencies, legislatures,
the local community, the individual dis-
ciplines, the higher education communi-
ty, prospective employers of graduates,
nongovernment organizations, funding
agencies, and so on. In the 21st century,
that same sort of approach needs to be
applied to the institution as a whole.
Reevaluating the idea of the university
will mean approaching it not as a closed
system in which professors teach and
conduct research, but as an open, organ-
ic network that includes a vast system of
constituents and stakeholders. It’s the
same mind-set that both defines faculty
load as, for example, 50 percent teach-
ing, 40 percent research, and 10 percent
service, and student achievement as 120
credit hours earned in 50-minute classes
conducted over 15-week semesters. It is
rapidly becoming accepted that there are
alternative models for describing how
students learn. It should be equally clear
that alternative models also exist for
describing how universities and universi-
ty systems produce benefits for society.
* * *
In what is perhaps the most compre-
hensive approach to promoting research
while advancing instruction to date,
Alan Jenkins, Mick Healey, and Roger
Zetter described six effective strategies
In this three-part series, Jeffrey L. Buller explores how colleges and universities can encourage substantive research without detracting
from excellence in teaching. Parts 1 and 2 considered how the ways in which faculty roles are defined, evaluated, and rewarded con-




Linking Learning Outcomes across the Curriculum
By Rob Kelly
Curriculum mapping is a processthat can help academic pro-grams ensure that their students
meet the desired learning outcomes of a
program. In a recent Magna Online
Seminar titled “Connect Learning
across Courses with Curriculum
Mapping,” Peter Wolf, director of
teaching support services at the
University of Guelph, talked about the
curriculum mapping process at his
institution and offered practical sugges-
tions for implementing a similar
process.
During the seminar, Wolf outlined
three phases of the curriculum mapping
process: curriculum visioning, curricu-
lum mapping, and alignment and coor-
dination.
Curriculum visioning entails develop-
ing or revisiting program outcomes by
asking the question, “What are the
knowledge, skills, and values we want
our graduates to leave our institution
with?”
The answer to this question can
come from a number of sources,
including the following:
• University learning outcomes




• Disciplinary norms and language
• Research interests/areas of focus
• Specific program characteristics
Wolf recommends revisiting these
outcomes to reflect changes to priorities
within the institution and the depart-
ment. It’s a process of continuous
improvement, he says. 
As for evaluating whether students
have achieved the program outcomes,
Wolf recommends using Kirkpatrick’s
Four Levels of Evaluation: 
• Reaction—What was the students’
reaction to learning environment?
This usually occurs immediately or
soon after the learning event(s).
• Learning—Did students achieve
desired learning objective(s)? This is
usually done immediately or soon
after the learning experience.. 
• Behavior—Are newly acquired skills,
knowledge, or attitudes used by
learner after learning event is com-
pleted? This is usually done one to
three months after learning.
• Results—Did students achieve
desired outcomes of program of
study? This usually occurs three
months to two years after learning
experience.
Faculty play a key role in the process,
Wolf says. “This is all faculty-driven.
It’s a matter of gathering data as
opposed to impressions. It’s a matter of
having intentional conversations about
the curriculum. There’s a scholarship
around curriculum development that
needs to be included in the conversa-
tion. And it’s been my experience that
faculty are thrilled when an educational
development center like ours is able to
offer that kind of support. I think some
of the barriers to these conversations
are political, philosophical, and often
entrenched within a department.
Having someone come in with a
process and tools to collect some data
really moves things along, and faculty
are usually pretty happy because they
want the curriculum to make sense but
haven’t necessarily had a set of tools to
do that.”
Agreeing on a set of program out-
comes can sometimes be a challenge.
“Quite often, there are orientations
toward a particular objective and per-
haps a diversity of opinions, which
makes for a rich department, but makes
for difficulty in coming to consensus
about these outcomes,” Wolf says.
Wolf recommends surveying the fac-
ulty about outcomes prior to a meeting
or retreat to discuss outcomes. Using a
survey minimizes the undue influence
of the outspoken faculty members
within a department.
Wolf uses three types of curriculum
mapping:
• Course progression maps—These
show student progression through
the curriculum and can be used to
explore curriculum flow and the bal-
ance of required core courses, elec-
tives, etc. The data for these maps
come from calendars, course outlines,
and curriculum committees. 
• Outcomes maps—These match pro-
gram outcomes with individual
courses that intentionally foster the
development of selected outcomes.
The data for these maps come from
faculty, course outlines, and curricu-
lum committees. In addition, Wolf
surveys the faculty to determine
which instructional methods are used
to achieve these outcomes.
• E-portfolios—These are collections
of students’ artifacts, evidence, and
reflections related to achieving pro-
gram outcomes. Student involvement
is an important piece of curriculum
mapping, Wolf says. “If we don’t get
students involved, then I think we’re
missing a tremendous opportunity,
and students are missing a tremen-
dous opportunity. Learning is not
just about the development of
knowledge, skills, and values, but
knowing you’re developing them and
having confidence around having
developed them. And a portfolio sys-
tem, electronic or otherwise, can real-




Teaching Circles: A Low-Cost, High-Benefit Way to
Engage Faculty
By Michelle Freeman, EdD
For the past three years I have direct-ed a small program that has pro-duced big results at Tusculum
College. For as little as $3,000 per year,
our college has increased its sense of cam-
pus community, helped with current fac-
ulty development, more quickly integrat-
ed new faculty, and modeled scholarly
discussions for students. Officially the
program goes by the name “The Teaching
and Learning Initiative,” but it has
acquired the nickname “teaching circles.”
As its director, I recruit four to six cir-
cle leaders shortly before the academic
year begins. Early in the semester, the
leaders select a topic and relevant read-
ing materials, which I secure for the
groups. Then we announce the topics to
the campus community and provide
contact information for the leaders.
Faculty select which group, if any, they
would like to join for the year. We don’t
pressure them, but even so, about 50
percent are participating each year. 
The leaders meet virtually or in per-
son for the first meeting to decide on a
schedule. Most groups meet to discuss
the topic and reading material about
four times a year. All teaching circle
members participate in a concluding
banquet during which groups summa-
rize or creatively display the knowledge
they have discovered and comment on
its potential classroom applications. We
make the banquet a social event and use
it as a celebration of faculty united in
lifelong learning.
The main costs associated with the
initiative are the books and materials
provided to participants, the banquet,
and one nice dinner per group for one
of their meetings. In the beginning,
leaders were paid a $300 stipend; how-
ever, this was eliminated in the current
year’s budget. Although we have yet to
face a shortage of volunteers, a small
stipend for leaders is probably a necessi-
ty when beginning a program like this. 
The goal of these circles is enjoyable
scholarly exchange among peers. The
groups have taken several different
approaches. Sometimes the focus is on
pedagogy; other times it has a topical
focus, simply for knowledge expansion. 
I strongly encourage the leaders to pick
topics about which they are passionate.
When they do, conversation in the
groups flows seamlessly. Some faculty
have chosen to use their groups to find
new teaching strategies, such as under-
graduate research or active learning tech-
niques. These groups offer participants a
safe place to talk about the strategies and
their efforts to implement them. Others
have chosen academic topics such as
Darwinism. In these groups, colleagues
deliberate much as students would in a
seminar. 
The initiative has generated a number
of benefits. First, it provides in-house
faculty development. Faculty discover
new pedagogical knowledge and share
teaching experiences with each other.
Their discussions and the banquet pre-
sentations encourage implementation of
the ideas identified during the year.
Second, the initiative serves as a com-
munity builder across disciplines.
Faculty emerge from their departments
and offices to gather in homes or local
restaurants to discuss topics of common
interest.
Third, the initiative eases new faculty
into the college community. It also gives
them a chance to meet college veterans
whose knowledge and experience can
help them adjust to teaching this col-
lege’s students. The interaction also
introduces them to our college culture. 
Fourth, the initiative has assisted other
college programs. For example, two of
the six teaching circles this year have
embraced the current Quality
Enhancement Plan topic of reflective
judgment. Not only will the participants
learn how to apply this concept to their
classrooms, but they will also be better
able to speak about the topic to other
faculty members within their depart-
ments.
Finally, the initiative provides peer
incentives among professors to continue
to improve. As faculty learn together
they are challenged to make changes in
their classrooms. Faculty participation in
these circles offers evidence of ongoing
interest in scholarship, and circle leaders
can count this as a college service contri-
bution.
Every campus needs faculty who are
engaged in the intellectual life of the col-
lege. A teaching and learning initiative
like this one is a great way to encourage
that kind of engagement.
Michelle Freeman is an associate profes-
sor of business administration at Tusculum
College. 
responsible for identifying and address-
ing their individual professional devel-
opment needs, and for selecting and
participating in opportunities with
resources and support from their man-
ager.
Colleges need a diversity of profes-
sional development workshops and
training to address these issues, to better
understand the changing dynamics on
campus and more effectively support
student success. 
Denise Swett is dean of the Middlefield
Campus at Foothill College in Northern
California. On April 5 she will lead the
Magna Online Seminar “Building a
Comprehensive Professional Development







Changing Times, Changing Models
By Rob Kelly
Strong and innovative leadershipcollabEducation was an importanttheme of President Obama’s State
of the Union Address in January. He
stressed the importance of education in
“winning the future,” adding that in 10
years half the jobs in the United States
will require education beyond high
school. So what will higher education
institutions need to do to serve these
students?
Perhaps there are some lessons to be
learned from for-profit institutions.
Academic Leader recently spoke with
Tim Gilbert, chief of the marketing
office at Campus Management Corp., a
company that works with a diverse
range of higher education institutions
on issues such as e-learning and student
information systems, about these chal-
lenges and offered some insights from
for-profit and traditional institutions
that are finding ways to prepare these
often nontraditional students for jobs in
a changing economy.
The image of the full-time, tradition-
al-age college student does not repre-
sent the majority of students.
Nontraditional students are more typi-
cal—those who are older, living off
campus, and perhaps taking classes
part-time while balancing career and
family obligations. In addition, the
influx of underprepared students has
placed demands on and created oppor-
tunities for institutions.  
“What is going to get America excit-
ed about an out-educate mantra from
the White House? I think we need to
worry about the nontraditional student.
What we’re all talking about is the
fastest-growing occupations needing to
be filled, which are technicians, data-
base administrators, dental hygienists,
physical therapists, physicians’ assis-
tants, and nurses. I think we could
learn from for-profits and two-year
schools that are churning out the
majority of these kinds of degrees,”
Gilbert says.
Obama highlighted three specific
careers areas that he would like to target
for funding: biomedical, information
technology, and green energy. Gilbert
does not expect answers to come from
the government. Rather, he says that it
is up to institutions to collectively find
ways to meet this demand, which will
likely mean administrative, infrastruc-
ture, and course delivery changes.
“In five years, the next group of
occupations will be things we don’t
even know about yet. We didn’t have a
Facebook and Internet when I was
going to college. There will be another
generation of these kinds of surprises in
our economy that will operate beyond
the ken of what the government thinks
it should fund.”
Gilbert says that the for-profit model
offers a nimbleness that traditional
institutions may do well to emulate. 
“A lot has been said around the good,
bad, and ugly of the proprietary school
market, but they have persevered and
grown tremendously in terms of stu-
dent enrollment and student comple-
tion,” Gilbert says. “They’re at least as
regulated and at least as beholden to
regulators and compliance issues as tra-
ditional institutions. But they also have
investors on Wall Street looking at their
operational efficiencies.”
In addition, for-profits often serve
disadvantaged students, something crit-
ics of for-profits should consider. “If we
look at their achievement in the face of
some pretty diverse challenges economi-
cally and academically, they do a heck
of a job. I don’t see as many nonprofits
having those characteristics of nimble-
ness or operational efficiency in serving
those diverse populations that you see
in the average for-profit,” Gilbert says.
Given the changes in the higher edu-
cation market, Gilbert says that tradi-
tional institutions should rethink some
elements of the traditional model, such
as the semester-based schedule. “This
just isn’t the world anymore.” The ques-
tion, Gilbert says, is whether the faculty
at traditional institutions are ready and
willing to change to accommodate
rolling enrollments, something for-prof-
it institutions have done for years.
Much of this flexibility will come
from online delivery of academic pro-
grams. How this plays out will vary
among institutions, Gilbert says. He
cites two examples. Colorado State
University, a client of Campus
Management, has taken an approach to
online learning that established a sepa-
rate unit—its own building, adminis-
tration, and instructors—to deliver its
online programs because of faculty and
administrative resistance to incorporat-
ing such a different model into existing
campus-based programs.
Mississippi University for Women—a
small college and client of Campus
Management—is using the same faculty
but a different administration. 
“The question of the academic
integrity of the degree is one that each
institution has to figure out,” Gilbert
says. The answer to this question will
depend on the institution’s culture, mis-
sion, and priorities, and the perspectives
of academic leaders.
“You’ve got to have the technology
and people willing to be flexible,”
Gilbert says. For-profit institutions have
been successful in being responsive to
changes in the market, adding new pro-
grams in a relatively short period of
time. “The for-profits have that down,
and I think some of the nonprofits are
learning the craft.”  
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that institutions can adopt in order to
make timely progress in attaining this
goal.
1.Work through individual disciplines
to develop a clearer understanding of
how teaching and research intersect in
their own practices and methods.
2. Review areas where current culture
seems to inhibit the cross-fertilization
between teaching and research, and
revise policies where appropriate.
Assessment data, student surveys,
organizational audits, and compre-
hensive program reviews can all pro-
vide helpful information in this
regard.
3.Develop an institution-wide set of
curricular goals for promoting
research among all students, even at
the undergraduate level.
4.Modify staffing policies so that future
hires are likely to support the full
integration of teaching and research.
5. Revise strategic planning goals and
categories so that teaching objectives
and research objectives better support
one another.
6. Incorporate a fully integrated
approach toward teaching and
research into institutional culture. For
instance, incorporate assessment of
research knowledge into curricular
assessment, encourage research clus-
ters to become teaching teams, and
give research wide visibility to stu-
dents at all levels of the institution.
Jenkins, Healey, and Zetter (2007)
52–61. In other words, by shifting the
mission of the university from “educat-
ing students and conducting research” to
“educating students through conducting
research,” institutions do a great deal
more than merely create better synergy
between two essential functions of the
modern university; they also go a long
way toward reintegrating their fractured
identities. As the university of the 21st
century ceases to define itself as the place
where teaching, research, and service
occur as quasi-independent activities and
begins to define itself as the place where
innovative learning promotes more
engaged citizenship, more fundamental
changes will be possible throughout
higher education. We may even find our-
selves wondering why we ever thought it
necessary to speak about teaching and
research as though they were unrelated
and competing endeavors.
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When Wolf began the curriculum
mapping process at the University of
Guelph, he used flip charts and colored
sticky notes. The university has also
used Excel spreadsheets and Visual
Understanding Environment (VUE), an
open-source project based at Tufts
University to develop course progression
maps, as well as CurricKit, a curriculum
mapping toolkit developed at the
University of Guelph that helps match
program outcomes with individual
courses by collecting data from faculty,
course outlines, and curriculum com-
mittees. The software helps map courses
across three components: knowledge,
skills, and values; instructional methods;
and assessment methods.
Certainly, analyzing the curriculum in
this manner takes time and effort, so it’s
important to come up with sustainable
practices, Wolf says. “Sometimes educa-
tors will bow out because they just don’t
have the time and it’s just not a high
enough priority….So quite often we’ll
work with a department to develop an
assessment model that takes place over a
four-year period, so that it doesn’t
become just one point in time. But we
may choose every year to measure trans-
fer of learning from one level to anoth-
er….I don’t think it has to be done for
every course every year, but I do think
there has to be a sustainable model of a
continuous improvement approach.”
For information about “Connect
Learning across Courses with Curriculum
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communicate respectfully even in times
of conflict. Faculty and staff need to be
aware of what the policies are and
where to find information if they have
questions. Sending out a missive early
in the academic year summarizing some
of the more important policies, includ-
ing harassment and discrimination,
capricious grading, conflict of interest,
and conflict of commitment, both edu-
cates and sets expectations. This type of
communication provides faculty and
staff members with guidance on how to
conduct themselves and protects the
interests of the department, most
importantly the students and employ-
ees. 
People also need to know that
respectful communication is expected;
thus, yelling, screaming, using inappro-
priate language, intimidation, and other
disrespectful behaviors will not be toler-
ated. Behaviors of this sort do not go
away on their own. They need to be
confronted and extinguished.
5. Use effective communication 
strategies.
Effective communication is the
bedrock of a successful academic unit.
Communication leads to greater effi-
ciencies, provides increased opportuni-
ties for collaboration, builds trust, and
lets people know that they are an
important part of the unit. People need
to know what is going on in their unit
and on campus in general, especially in
these challenging economic times. Lack
of information often leads people to
make up stories and ascribe motivations
that usually have nothing to do with
the reality of the situation. Such stories
only serve to erode the unit’s morale. 
Complaining about meetings seems
to be a facet of all organizations, but
meetings, if run effectively, are an excel-
lent way to communicate the current
state of affairs. Meetings provide the
opportunity to revisit the vision and
keep people focused on the future.
They afford people the time to ask
questions and bring up issues they may
be concerned with at the moment.
Keeping people involved in open dis-
cussions is important to the success of
any organization. 
6. Be open to new ways of seeing.
Most universities have worked hard
to diversify their faculty, staff, and stu-
dents. While diversity is a step in the
right direction, it is not enough. Little
will change inside the institution unless
the organization is open to the voices,
interests, scholarship, teaching meth-
ods, and different ways of thinking that
diverse people bring to the table. And
when I talk of diversity I am talking
about it in the broadest sense: race, age,
religion, sexual orientation, and gender.
All of these factors impact how people
experience the world. 
A good example of the impact diver-
sity has had in changing higher educa-
tion is tenure rollback policies that are
common on most campuses. While
referred to by many names, tenure roll-
backs provide time off the tenure clock
for the birth or adoption of a child.
This policy was initially put in place as
a means to address the issue of women
entering the academy and attempting
to negotiate motherhood and the
tenure clock. Such policies are now
applicable to new fathers and apply to
other life events. If the academic arena
was going to successfully attract women
scholars, the system had to change to
compete with more-flexible employers. 
7. Promote a spirit of cooperation. 
As resources diminish it is imperative
that a spirit of cooperation and collabo-
ration becomes part of the fabric of the
organization. When resources are limit-
ed, people can easily start competing
rather than cooperating. It becomes a
zero-sum game with people acting like
private contractors. In order to promote
a spirit of cooperation, a good leader is
aware of the needs of the individuals
who make up the unit and the greater
needs of the larger organization in
which they operate. With this knowl-
edge, decisions about facilities, equip-
ment, staff support, committee work,
curriculum demands, and teaching
loads can be made that benefit the
whole while not sacrificing the individ-
ual. 
Once again, vision is helpful in moti-
vating people to cooperate. It must be
impressed on staff, and faculty that the
boat will get to shore faster and more
efficiently if we are all rowing in the
same direction than if we each take our
own boat or row in opposite directions.
For example, units can look at ways to
purchase large pieces of equipment that
might be impossible to purchase with-
out two checkbooks. The equipment
will benefit the students, faculty, and
staff in both programs without any one
program going without or going into
deficit. While competition has a place
in higher education, it cannot be pur-
sued at the expense of developing coop-
erative endeavors. 
Mary Ellen O’Shaughnessey is the exec-
utive assistant dean in the College of Fine
and Applied Arts at the University of
Illinois. On April 26 she will lead the
Magna Online Seminar “10 Strategies to
Build and Sustain a Successful Academic
Unit.” For information, see www.magna-
pubs.com/catalog/successful-academic-
unit/.  
We’d like to know what you think! 
Please share your thoughts on this issue in a four-question online
survey located at www.surveymonkey.com/s/ALNS.
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